We examined the prospects of successful career transition from the defense forces and into the dynamic and turbulent civilian career, focusing on possible antecedents for success in the second career. Based on a sample of 202 high level retirees from military and civilian defense organizations in Israel, our results indicate that preparations for retirement, social capital, perception of organizational politics in the new working place and work-family conflict are related to the dependent variables and affect the retiree's success in their second career. In addition, organizational commitment was found to serve as a mediator in these relationships. Implications for theory of career development and change, as well as practical implications and recommendations for future studies, are discussed.
Introduction
One characteristic of modern careers is frequent job changes, either caused by dynamic market economics or initiated by the individual. 1 The single lifelong employment relationship with one employer tends to be rarer, with people tending to have multiple careers in different organizations and various areas. Within the contemporary career system, scholars found that individuals changing their career attitudes and behaviors, and many individuals taking charge of their own careers, seeking to fulfill personal aspirations for learning, development and growth. 2 In order to succeed in their second career, people utilize the experience gained from their earlier career. Organizations that are committed to their employees tend to support them, making the process of transition into a second career less painful. This phenomenon is a new one, and the impact of organizational support mechanisms for the second career is less known. 3 Studies examining the success in second career for individuals that moved from the stable traditional system to the turbulent contemporary career system are scarce, 4 but nevertheless of high importance. Identifying the adjustment process involved with passing through this transition can be used to test the validity and relevance of recent theories relating to the new shape of careers.
The aim of this paper is to add to our knowledge about the military-society nexus 5 and to examine possible antecedents to the perceived career success of people retiring from the military career system, embarking on a second career. 6 Early military retirement and consequently second career is not merely an Israeli phenomenon. It is relevant to the wider global labor market where military career tends to end earlier, enabling a second career to the former career officers. Even more important, due to global changes, armies tend to be decreased in size and early military retirement is widely applied world wide. The study utilized a survey method, as recently proposed by Groves et al. 7 Careers, second career and organizational commitment: background and theory
The study of careers has benefited from a number of theoretical perspectives. Some sociologists view the career as an issue that is related to social functioning, 8 whereas psychologists tend to consider the career as a profession and a way of self-development and enrichment. 9 Much emphasis has been placed on the compatibility between the personality of the worker and his/her profession, while seeing the benefit for both the individual and the organization. Contemporary frameworks see career as a multidisciplinary issue. It comprises aspects from psychology, sociology, anthropology, economy and political science. Issues like status and rank; wealth, property and earning capacity; social reputation, prestige and influence; knowledge and skills; friendship and network connections; health and well-being; culture and career; labor markets and economy conditions, all discussed in career research. In modern times, career has evolved from a classical concept of employment or profession to have a much wider meaning.
Many managers who enjoyed prosperous careers in large organizations look for other companies to serve as executives, 10 although the transition to a second career is seldom easy. In one of the rare studies looking at former army military servicemen moving to a second career, many opted to stay within the familiar hierarchical system; for example, moving to governmental agencies. 11 Others found a wider range of choice, although a major proportion of former high-rank military retirees did prefer the defense industry. 12 However, the options are open, and with a professional organizational support system, many can explore different trajectories. For example, a study of retired NASA pilots found that, when encouraged, they settled in roles within academic settings working on aerospace projects. 13 Until recently, research of success in career was developed using concepts like demographic affects , human capital, work-family spillover affects, motivational, organizational, and industry influence. 14 Our study broaden the empirical study of Judge et al. 15 and contributes an additional layer of understanding career success by employing a conceptual framework that integrates advances in four fields of organizational behavior: organizational support theory, social capital theory, organizational politics theory, work-family interactions theory and in addition by using the concept of person-role fit. 16 Organizational support theory 17 tackles the relationship between organizational readiness to reward increased work efforts of employees and their beliefs that organization values their contribution. Perceived organizational support is valued as assurance that aid will be available when it is needed. 18 Based on social exchanged theory, resources received from others are valued if they are based on discretionary choices rather than circumstances beyond the control of the provider. Such voluntary aid is appreciated that the provider genuinely values and respects the recipient. 19 Organizational rewards such as pay, promotions, job enrichment or influence over organizational policies, contribute more to the perceived organizational support if the employees believe that they result from organizational voluntary actions, as opposed to external constrains. 20 Following this, employees facing retirement and the employees remaining in the organization will highly appreciate organization activities aimed to support preparations towards retirement. We believe that employees will see it as organization commitment for their well being and helping them when they face a challenging situation as the forthcoming retirement.
Advances in social capital theory enable a better understanding of how individuals' social network can influence career success. 21 The features of social network pertained to career success are access to information, resources and sponsorship. 22 People with better knowledge about potential jobs, projects or with better access to organizational resources (for example procurement, production, customer support or support from influential persons in the organization) will increase the probability of their career success.
The next perspective proposed here is the perception of organizational politics. A better understanding of organizational politic influence on careers in organizations 23 and work outcomes 24 can add to our understanding of career success. For example, people in second career, especially after long service, understand that following some figures in organization can highly affect their career success.
The last perspective proposed here is the effect of work family interactions. The importance of this follows the change in the demographic characteristic of western workforce, with relatively high women participation in the workforce and high percentage of dual earners. 25 Following the recommendation of Martins et al. 26 about the need to incorporate work family conflicts in career success models, incorporating family conflict variable into the study of careers will enrich the understanding second careers. The second career may enable people who work extremely hard in the first, highly demanding career (as is the case with a typical military career) to devote more to their families during the second career. Indeed, some families may even expect certain compensation for the sacrifices made during the military career.
The theory of person-role fit 27 may shed further light on the phenomenon of second career. Preparations of retirement and investment in social capital could be interpreted as factors that affect person-role fit. The same can be applied to the perception of organizational politics, where military retirees feel that playing politics constantly for personal advancement will be in conflict to the fundamental values instilled on them during their military career, like professionalism, performance, collegiality and teamwork.
One major construct in the study of careers is organizational commitment (OC). Commitment is an attitude that reflects feelings like attachment, identification or loyalty to the object of commitment. OC is defined as a strong belief in the organization, acceptance of its goals and values, willingness to invest an effort for the benefit of the organization and a strong desire to stay a member of it. 28 It refers to strength of attachment of a person to his or her organization. Cohen 29 suggests that OC is a phenomenon with multiple foci; employees can express commitment to the organization in general, but also to parts or segments of it such as career commitment, job commitment, work-group commitment or union commitment. Studying OC in the context of second career may contribute, first, by helping to better explaining how to encourage satisfaction and higher productivity; and second, by helping to explain an attachment among employees to their new workplace or career, and their contribution to society at large. 30 
Theoretical model and hypotheses
The model presented in Figure 1 depicts the process of second career success for people who transferred from a hierarchical military career system into a dynamic and turbulent civilian system. The model manifests the cumulative role of the individual approach, the organizational practice and the social networking as antecedents to successful second career. The model refers to the success in the second career, as perceived by people who have experienced a major career change. The following section suggests rationality for the model and a set of hypotheses for empirical examinations.
Preparations for retirement, OC and career success
Retirement is a complex concept that has no single definition. According to Bardasi et al. 31 there are three accepted definitions of retirement. First, report of labor market status; a second definition relates to the number of work hours and the occupational activity of the retirees; while a third definition uses the pension data as criteria for defining retirement. All three definitions are problematic and do not fit well with the current dynamic nature of the labor market. Thus, for the purpose of the present study, we follow Marcellini and Sensoli 32 who argue that a retiree should be defined by his or her self-understanding of being in such a status and by the formal standing of being a member of a retiree organization.
Many organizations attribute great significance to preparations for retirement, as it manifests and reflects commitment of the organization to its employees. Such organizational practice supports the creation of a climate of trust in the organization and the feeling that the way the organization manages retirement influences the motivation of the workforce in the organization. 33 There is little reference in the literature to the issue of preparation for retirement within organizations, especially in the context of second career. 34 For military personnel who retire at a relatively early age, pre-retirement planning is instrumental for a successful transition to civilian life. 35 Good retirement preparation will allow the retirees to better understand second career reality. The preparation will affect expectations from the new organization and will enable retirees to overcome difficulties and frustrations in their new career workplaces. The retirees will probably make second career choices that they feel will fit the skills and values acquired in their first career and will enhance their probability of fit for the chosen second career. We estimate that meeting the expectations of both the individual and the organization, and better understanding the new organizational atmosphere, will affect the retiree's career satisfaction, life satisfaction, intention to leave the new working place, tenure time and the number of jobs in the second career. Thus, the first hypothesis is: H1a: Preparations for retirement are positively related with success in a second career (new career satisfaction, life satisfaction and tenure in second career), and are negatively related with turnover intentions and with number of jobs one experiences after retirement. H1b: Preparations for retirement are positively related with organizational commitment during the second career.
Social capital and career success
The social capital of a person is defined as an aspect of the social structure that creates additional value and helps a person within the social structure in which he/she operates. 36 In a similar way that physical capital involves changing the materials that enable the creation of products, social capital is created when the relations between people change the options of functioning within the society in which they operate. Understanding the relationship between the social capital and the career was developed in depth in the work of Seibert et al. 37 Their model describes the meanings of the relationships with regard to acquiring information and economic and material resources for the benefit of developing a person's career. The contribution of the social relationships to success is also expressed in giving career sponsorship, when the career sponsor is willing to supply information, help and protection when needed. 38 Another reference to the contribution of social capital to career success is the 'know whom', 39 which is also a prominent element in the intelligent career concept. 40 The 'know whom' is directed to the network of relationships and contacts with suppliers and clients at work and to the private network of relationships in the professional and social field. The main benefits of 'knowing whom' result from the network being a resource for expertise, from developing reputation and from learning. In this manner, networking increases the chances of success in a career. 41 Another contribution of social capital to the study of career success is suggested by Useem and Karabel, 42 who argue that a combination of several types of personal capital (such as social capital or scholastic capital) can be related to career success more than that of just a single type.
We suggest that due to the aspect of trust as a major component of social capital, mainly due to the feeling that we can never be confident that resources we allocate to helping others will be ever reciprocated, we are obliged to trust, 43 social capital will be positively related to OC. 44 People who trust the organization and its policies will be committed to the organization. 45 Trust will also influence the turnover rate. 46 We further expect that the retirees who have gained new employment as a result of personal relationships in the organization developed during the military service, especially near to the conclusion of the service, will feel committed to the people who brought them there (and through this to the organization itself) and will try to succeed in the organization as much as possible.
As a result of these relationships and the information that is acquired through them, the retirees will reach more attractive and interesting jobs and, for this reason, will feel a higher degree of career satisfaction. In addition, as a result of the advice and guidance of supporting retirees (mentors), the retirees will overcome the adaptation difficulties in the second career and in the present job, and for this reason they will also feel good in their lives. As a result of the support of other retirees at work, or as a result of their protection, we expect that these retirees will manage to better overcome the crisis associated with the transition to the second career compared with others. Similarly, they are expected to have lower levels of intention to leave the organization. In the same way, we expect that people who gain support from other retirees will stay for a longer time in the organization and will change jobs less often. Hence, we propose a second hypothesis:
H2a: Social capital is positively related with success in second career (new career job satisfaction, life satisfaction and tenure in second career), and is negatively related with turnover intentions and with number of jobs one experiences after retirement. H2b: Social capital is positively related with organizational commitment during the second career.
Work-family conflict and career success
The third antecedent to career success, as proposed here, is the conflict between the family of the retiree and his/her current job. The work-family conflict (WFC) is defined by Greenhaus and Beutell 47 as "a form of interrole conflict in which role pressures from work and family domains are mutually incompatible in some respect". That is, participation in the work (family) role is made more difficult by virtue of participation in family (work) role. The conflict results mainly from the fact that the tension and demands at work also influence the family life. 48 WFC is a complex issue, related to culture, values and norms. 49 Time is considered a limited resource that can be devoted mainly to one of these domains. Schein 50 also claims that culture influences the norms and values that determine the degree of separation between work and the family and the degree of preference of the family values over work.
Yang et al. 51 deal mainly with WFC in relation to the time and energy devoted to each domain. WFC has a negative effect on satisfaction from the career 52 and on the feeling of life satisfaction. 53 Accordingly, we suggest that WFC increases the intention of the retirees to leave their new workplace. WFC is also expected to be negatively related to OC. When family demands and work demands conflict, it is expected that one domain will be neglected at the expense of the other. 54 Thus, commitment to the workplace may be lower when family duties are high or when difficulties occur in matching both roles effectively. An employee who tries to integrate work and family roles, but faces problems, may lower his/her levels of commitment to the workplace in order to meet highly demanding family roles. Alternatively, when family roles are less demanding, it is likely that commitment to the workplace will be higher, both as a result of energy and time left, and interest in the professional domain. Studies also suggest that employees with high WFC may perceive their organization as unsupportive of their other life's duties and will therefore feel less committed to the organization as a balance mechanism. 55 While studies have not related WFC to job number and work tenure, we further suggest a relationship among these variables. When WFC is high, employees are more stressed and thus expected to try and reduce this stress to balance this conflict by frequent job changing (and subsequently shorter time employment with each employer). We suggest that a high level of WFC will make employees work shorter periods of time in their new career and that these employees will change jobs more often compared with employees with low WFC. All the mentioned above is especially relevant to the retirees facing second career, typically these retirees will try to success highly in second career and due to limited resources (time and energy) available to them it might come at the expense of resources dedicated to their families, issue which is a direct application of conservation of resources principle (COR). 56 Thus, a third hypothesis is suggested:
H3a: Work-family conflict has a negative relationship with success in second career: it is negatively related to new career satisfaction, life satisfaction and tenure in second career. Similarly, it is positively related to turnover intentions and with number of jobs one experiences after retirement. H3b: Work-family conflict has a negative relationship with OC during the second career.
Perceptions of organizational politics and career success
Perception of the organizational politics is suggested in our study as the fourth and final antecedents to career success. Studies generally agree that organizational politics refers to the complex mixture of power, influence and interest-seeking behaviors that dominate individuals' activities in the workplace. Ferris et al. 57 suggest that organizational politics is a social-influence process in which behavior is strategically designed to maximize short-term or long-term self-interest. A study by Kumar and Ghadially 58 concluded that organizational politics is both helpful and harmful for members of the organization. The positive outcomes of politics are career advancement, recognition and status, enhanced power and position, accomplishment of personal goals, getting the job done, feeling achievement, enhanced sense of control and success. The negative outcomes are loss of strategic power and position credibility, negative feelings towards others, internal feelings of guilt and hampered job performance of various kinds.
In light of this, Harrel-Cook et al. 59 suggested that perception of organizational politics is a subjective evaluation of situations or behaviors that are perceived by the worker as political. Ferris et al. 60 suggested and validated a measure for the examination of employees' perceptions of organizational politics (POPS: Perceptions of Organizational Politics Scale) which became the most salient measure of this phenomenon. 61 A considerable number of studies conducted during the 1990s responded to the challenge to empirically test various outcomes of POPS, and most of them affirmed its negative impact on employees and organizations. To the best of our knowledge, to date, the relationships between organizational politics and career success, especially during the second career, have not been investigated. When people experience more internal politics in a new workplace their performance is harmed 62 and their new career aspects are affected. Hence, hypothesis H4 is suggested:
H4a: Perceptions of organizational politics have a negative relationship with success in second career; they are negatively related to new-career job satisfaction, life satisfaction and tenure in second career. Similarly, they are positively related to turnover intentions and with the number of jobs one experiences after retirement. H4b: Perceptions of organizational politics have a negative relationship with OC in second career.
Each of the independent variables investigated so far is predicted to be related to career success. As these variables are distinct and reside in different realms, we expect that each will have an independent unique contribution to the explained variance of various aspects of career success. We are especially interested to identify and explore antecedents that influence career success, mainly due to the implications of COR theory 63 According to COR theory, individuals tend to preserve and minimize loss of resources (e.g. time, personal energies). The COR perspective suggests that the retirees will focus their energies and resources in the most promising direction relevant to their career success. Thus, hypothesis H5 is suggested:
H5: Each of the independent variables will have a significant, unique contribution to the explanation of success in second career.
Organizational commitment as a mediator
One of the most important aspects of OC is the mediating role that it fulfills in organizational behavior. 64 For example, the works of Mowday 65 71 noted that OC mediates between personal variables, job and organizational characteristics, and work experiences on one hand, and job outcomes, job performance, intention to leave/remain in the organization, attendance and lateness on the other hand.
Following this, our model places OC as a mediator between the independent variables and career success. We expect that retirees who experience better preparation for retirement will be more likely to develop higher levels of commitment to their new career environment and thus better succeed in the new job. In addition, employees with richer social capital or lower levels of WFC are also likely to demonstrate more OC in their new career, as they have more energy and available resources (i.e., networks, experience, peace of mind) to do so. For example, the strain of WFC will intrude on the commitment to the organization and may negatively affect feelings about success in the present organization. Finally, those retirees who experience more fairness and equality in their new career environment will have a lower level of perception of organizational politics; as a result, these retirees will be more committed to the organization and succeed better in their new career. Understanding and perceiving organizational politics will induce commitment to the organization and affect feelings about success in the organization. In light of the above, the sixth hypothesis suggests that:
H6: OC mediates the relationship between preparation for retirement, social capital, perceptions of organizational politics, work-family conflict and success during the second career.
Method Sample and procedure
The research population included people who retired either from the army or from a civilian body in the Israeli defense set during the last ten years, following long-term service. The Israeli army is based on mandatory service, which last for three years and army career, comprised of officers and non commissioned officers. The may serve for some further 20 years before being eligible for an early retirement. The civilian body is based on civil servants and the behavior code is semi military, with top-down command and control system. Typical service longevity within the civilian body is about twenty to twenty five years. The retirement process in the army and the army related civilian bodies (especially at the high ranks) is a mixture process of voluntarily and compulsory retirement. Rarely a person without a proper career horizon is compelled to leave the system. Most of the people understand the organizational situation and are leaving the systems upon their own decision. The sample included retiring officers with ranks of lieutenant colonel, colonel, brigadier general and their respective parallels in the civilian defense system: heads of branches, heads of departments and heads of divisions. Questionnaires were sent to the retirees by means of their associations of the different bodies during the summer of 2004. To increase response rate, the questionnaires were accompanied with a supportive letter from the chairman of the respective association of retirees and a stamped addressed envelope. Full anonymity was assured.
Questionnaires were distributed using the mail-survey method to 596 known addresses. Two hundreds and two usable questionnaires were returned -a return rate of 33.9%. The sample included 89.7% males and 10.3% females. The marital status of the subjects was 91.6% married and 8.4% not married. The subjects' ages ranged from 45 to 63, with a mean age of 54.83 years (S.D. = 2.33). Some 4.1% of the sample had received a high school education, 8.7% had an education above high school but not academic, 28.4% had a first degree, 52.1% had a second degree and 6.7% had a third degree. The service time ranged from 11 to 40 years, with a mean of 26.41 (S.D. = 5.16). Ranks at the time of retirement for the sample were 36.9% lieutenant colonel, 15.0% colonel, 12.8% brigadier general, 3.7% head of branch, 18.2% head of department and 13.4% head of division. The subjects came from the following fields of activity: 35.9% from technology, 36.5% from operation and 27.6% from administration. 64.7% retirees came from the military service and 35.3% retired from a civilian body in the Israeli defense alignment. The nature of employment after retirement was as follows: 83.3% became employed, 5.1% became independent workers, 8.6% did not work at all and 3% performed voluntary activities.
Measures
Career satisfaction: Career satisfaction was measured via the five item set developed by Greenhaus et al. 72 using the Likert scale of 1-5 (from highly disagree to highly agree). A sample item is "I am satisfied with the success that I have achieved in my career". The correspondent Cronbach's α was .89. Life satisfaction: Life satisfaction was measured by the 'Satisfaction with Life' scale. Five items (Diener et al. 73 ) were used and answers were provided on a 1-5 scale (from highly disagree to highly agree). A sample item is "In most ways, my life is close to my ideal". The correspondent Cronbach's α was .82. Turnover intentions: Turnover intentions were measured by the four item set developed by Farrell and Rusbult 74 using the Likert scale of 1-5 (from highly disagree to highly agree). A sample item is "I often think about quitting". The correspondent Cronbach's α was .88.
Number of jobs (after retirement):
This variable is defined as the number of workplaces that the retiree worked in after retirement.
Tenure in new job (after retirement):
This variable is defined as the duration of work in the different places after the retirement, averaged according to the number of jobs (the sum of the durations of work divided by the number of jobs after retirement). This variable was measured in months. Organizational commitment: OC was measured by a sub-set of the scale developed by Porter et al. 75 Porter's original scale includes 15 items, but in order to shorten the questionnaire we applied only six items. The variable was measured using the Likert scale of 1-5 (from highly disagree to highly agree). A sample item is "I am willing to put in a great deal of effort beyond that normally expected in order to help this organization to be successful". The correspondent Cronbach's α was .86. Preparations for retirement: We applied Baruch and Quick's 76 measure for the efficiency of the preparations for retirement at the level of the organization and at the level of the retiree. The measure was based on two items: (a) "Did you have the option to receive career counseling?" and (b) "Did you have the option to participate in a preretirement preparation program?" The three possible answers are: No; Yes, but did not use it; Yes, and use it. The efficiency of each program was further measured on a scale ranging from 1= (a very low efficiency of the program) to 5= (a very high efficiency of the program). The correspondent Cronbach's α was .69. Social capital: The variable of social capital was based on the research of Seibert et al. 77 We followed their line of thinking about the social capital measure and respondents were asked to state in the research (in initials) the people who helped them by speaking in their favor, supplying them with information regarding opportunities in their career, supporting them psychologically or by speaking to them about the difficulties of the job, alternative functions or long-term goals in their career. The participants were also asked to state only long-term relationships and not single or random relations. The measure comprised five items, asking: "Please mark (in initials-if possible) the name of person who assist you, advised you or supported you in the course of time in your second career". Five levels of assistance efficiency were suggested: 1 (a very low efficiency) to 5 (a very high efficiency). The correspondent Cronbach's α was .92.
Perception of organizational politics:
The perception of organizational politics was measured by the set based on the works of Kacmar and Ferris 78 , Kacmar and Carlson 79 and Vigoda. 80 The original measure included 40 items, but for the purpose of this research and in order to shorten the questionnaire we used only seven items, based on Vigoda's 81 studies that validated the shorter version of the original measure. Each item was assessed on a scale ranging from 1 (not at all true -a low level of organizational politics) to 5 (very true -a high level of organizational politics). A sample item is "People here usually don't speak up for fear of retaliation by others". The correspondent Cronbach's α was .82. Work-family conflict: The work-family conflict was measured by the six item set developed by Carlson et al. 82 using the Likert scale of 1-5 (from highly disagree to highly agree). A sample item is "My work keeps me from my family activities more than I would like". The correspondent Cronbach's α was .83. Demographic variables: Demographic variables included gender, marital status, age, education, service length before retirement, rank at retirement, and a datum regarding the nature of service before retirement (technological, operational or administrative).
Data analysis
To test the research hypotheses, we employed four strategies. First, a zero-order correlation was utilized to examine the first section of hypotheses H1-H4. A multiple hierarchical regression analysis was used to test hypotheses H5 and H6. Finally, we used the last stage of the hierarchical regression analysis to examine the effect of the independent variables on the three prospects of career success (career satisfaction, life satisfaction and turnover intentions), controlling for the mediating variable (OC). We conducted the test of mediation following the works of Baron and Kenny 83 and Kenny et al. 84 All 202 responses were analyzed, but due to partial missing data, the valid number for the analysis was 168. 86 for most of the variables. However, these correlations require more analysis on the multivariate level. Note, however, that none of the independent variables or OC as a potential mediating variable showed any significant relationship with tenure in second career and with number of jobs in second career, which were thus excluded from the following analysis. Table 2 presents the results of a four-step multiple hierarchical regression analysis where OC was regressed on the independent and control variables. According to this table, with the exception of work-family conflict, all the other independent variables show a relationship with OC. Preparations for retirement were positively related with OC (β=.26; p<.001) and added (ΔR²) 87 =6% to the explained variance of the equation. Social capital was positively related with OC (β=.22; p<.001) and added 5% to the explained variance of the equation. Perceptions of organizational politics were negatively related with OC (β=-.16; p<.05) and added 2% to the explained variance of the equation. These findings support hypothesizes H1b, H2b, H3b, and H4b about the relationship between the preparations for retirement, social capital, perception of organizational politics and organizational commitment. For these variables, the findings also support the condition of mediation that requires a relationship between the independent and the mediating variable in the model. Step 5
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Step 1 Variables β(t) β(t) β(t) To examine the additional conditions for mediation, as suggested by Baron and Kenny 88 and Kenny et al., 89 we ran three multiple hierarchical regressions in which the dependent variables were career satisfaction, life satisfaction and turnover intentions (see Tables 3, 4 and 5) . First, each of these variables was regressed on the control variables (step 1), 90 Second, the independent variables were added to the equations (step 2), and finally OC was added (step 3) to examine the equation when controlling for this variable as suspected mediator.
According to the results presented in Table 3 , preparation for retirement and social capital were positively related to career satisfaction in the second stage of the regression (β=.15; p<.05, and β=.29; p<.001 respectively). Perceptions of politics were negatively related with career satisfaction (β=-.18; p<.01). The inclusion of these variables in step 2 contributed 17% of the explained variance. In the third step of the equation, OC was positively and strongly related to career satisfaction (β=.51; p<.001), but the relationship between the other variables and the dependent variables diminished or decreased significantly. This finding is much in line with the other three conditions for mediation. We support a relationship between the independent variable and the dependent one, we support a relationship between the mediating variable and the dependent variable, and we further support the fourth condition about the need for reduction in the magnitude of relationship between the independent and the dependent variables when the mediating variable is controlled. OC added 21% to the overall explained variance, which was 43%. These findings strongly support H1, H2 and H3. They also support H6 for all the independent variables, with the exception of WFC.
According to the results presented in Table 4 , preparation for retirement, WFC, perceptions of organizational politics and social capital were all related to life satisfaction in the second stage of the regression (β=.20; p<.01, β=-.27; p<.001, β=.-22; p<.001 and β=.20; p<.01 respectively). The inclusion of these variables in step 2 contributed 20% of the overall explained variance. In the third step of the equation, OC was positively related to career satisfaction (β=.31; p<.001), but the relationship between the other variables and the dependent variables diminished or decreased significantly. This finding is much in line with the other three conditions for mediation. As with the previous findings, this table demonstrates the relationship between the independent variables and the dependent one. It also supports a relationship between the mediating variable and the dependent variable. Finally, it supports the fourth condition regarding the need for reduction in the magnitude of relationship between the independent and dependent variables when the mediating variable is controlled. Thus, we concluded that the mediation effect for the variable preparation for retirement was full, whereas for the other variables it was partial. OC added 8% to the overall explained variance, which was 30%. These findings strongly support H1, H2, H3 and H6 (the mediating relationship).
Based on Table 5 , preparation for retirement, WFC and perceptions of organizational politics were all related to turnover intentions in the second stage of the regression (β=-.22; p<.001, β=.21; p<.01 and β=-.19; p<.01 respectively). The inclusion of these variables in step 2 contributed 14% of the explained variance. In this equation, social capital had no effect on turnover intentions. In the third step of the equation, OC was negatively and strongly related to turnover intentions (β=-.55; p<.001), but the relationship between the other variables and the dependent variables diminished or decreased significantly. This finding is again in line with the other three conditions for mediation. As with the previous findings, this table also demonstrates the relationship between the independent variables (with the exception of social capital) and the dependent one. It also supports a relationship between the mediating variable and the dependent variable. Finally, it supports the fourth condition regarding the need for reduction in the magnitude of relationship between the independent and the dependent variables when the mediating variable is controlled. Thus, we concluded that the mediation effect for the variables preparation for retirement and perceptions of organizational politics was full. No mediating effect was found for the variables WFC and social capital. OC added 25% to the overall explained variance, which was 43%. Again, these findings strongly support H1, H3, H4 and H6 (the mediating relationship). In addition we tested for possible difference in career satisfaction, life satisfaction and intention to leave between the military sample and the civilian one. No significant differences were found, supporting a possible generalization of our findings.
Discussion and conclusions
In this study we developed and empirically examined a second career success model. The model offers four antecedents to career success, as well as the direct and indirect relationships among these antecedents and three aspects of career success: career satisfaction, life satisfaction and intentions to leave the new job. Lastly, organizational commitment was suggested as a mediator in this relationship. Testing the model among retirees from the Israeli defense system provided empirical support for the model. Theoretically, our findings highlight the central role of the antecedents and their effect on second career success. Whereas three variables (preparation for retirement, social capital and perceptions of organizational politics) demonstrate a direct relationship with OC, the relationship of the independent variables with career success is much more complex. Preparation for retirement had a direct positive relationship with career satisfaction and with life satisfaction, but manifested no relationship with turnover intentions. Preparation for retirement was indirectly related to all aspects of career success, with a full mediating effect of OC. WFC was not related with career satisfaction, but was partially and indirectly related to life satisfaction and turnover intentions. Findings were also mixed for perceptions of organizational politics and social capital. Perceptions of organizational politics were indirectly related to career satisfaction and turnover intentions, and the effect was fully mediated. This variable was only partially and indirectly related to life satisfaction. In the same vein, OC only partially mediated the relationship between social capital on the one hand and career satisfaction and life satisfaction on the other hand. No direct or indirect relationship was found between social capital and turnover intentions.
Our study suggests that its key variables are strong predictors of successful second career, and that OC has a mediating effect in career modeling theory. Whereas to date OC was researched primarily in the conventional workplace context 91 our study has expanded the boundaries of research, showing the centrality of OC for better understanding the processes of career development, second career progress and issues beyond one's primary career stage. Our contribution to the broader literature of careers is that earlier studies on the effect of preparation for retirement concerned people retiring from work, whereas recent developments in the literature identify that more retiring people opt for a second career, while studies focusing on success in a second career are scarce.
Earlier studies on preparation for retirement are rare, and typically focused on issues such as health problems, legal problems and problems in the relationship with the family and partner. 92 Even rarer are retirement studies conducted on retirees from defense bodies. In such exceptional studies, both Baruch and Quick 93 and Spiegel and Shultz 94 found a positive relationship between preparation for retirement and life satisfaction, in line with our findings. Our findings add knowledge about the negative relationship between preparation for retirement and the intention for turnover.
Another unique contribution of our study is due to testing the effect of social capital on the processes of adaptation of retirees to life after retirement from work and on their success in the second career. We found that social capital was positively related to various aspects of career success, in line with Eby et al. 95 , although their population was different and positive relationships were shown for experience with a mentor and relationships within and outside the organization. The outcome at a society level is that the civilian workforce benefits from a strong investment made in the high-rank officers during their army service. The competencies can be utilized by civil employers, maximizing national level of managerial cadre. We believe that this aspect should be investigated further in future studies.
Regarding the effect of perceptions of organizational politics on career success, we found negative relationships between career and life satisfaction and the perceptions of organizational politics, and positive ones regarding intention to leave work. The perceptions of organizational politics contribute significantly to the explained variance in career satisfaction and life satisfaction, in line with earlier studies. 96 In contrast to earlier studies relating to the effect of the work-family conflict on second career, we found no significant support for the earlier findings. 97 However, in line with Kossek and Ozeki's 98 meta-analysis, we found significant negative relationship between WFC and life satisfaction, and positive relationship with intention to leave. Probably this has to do with the fact that WFC doesn't affect the match between the retirees' skills and career values on one hand and the work role on the other hand, therefore it has no effect on commitment and career satisfaction; but it will affect how the retirees feel about their life and whether they want to continue with the conflicting work role.
Perhaps the most significant contribution is in identifying the mediating effect of OC in career success. Our research validated OC as a full mediator for several antecedents (preparation for retirement and perceptions of organizational politics) and for several prospects of career success (career satisfaction and life satisfaction). It also partially mediates the relationship between social capital and career satisfaction, as well as social capital and life satisfaction. These are new contributions to the career literature. 99 Concerning the unsupported hypothesizes, we recommend that future studies should examine the complex relationship between the number of jobs and tenure and antecedents to career success, as these outcomes are important to the retirees, mainly due to the fact that they can associate them with typical behaviors in second career.
Managerial implications
Beyond its theoretical contribution to the study of career development, this study also has a number of meaningful practical implications. The implications for management are beyond the military context. Indeed, the implications should be perceived in a much wider context, as Shultz et al. 100 found that civilian retirement and military retirement are becoming similar as the years go by. One major implication for management is that the defense industry may be a great source for new managerial talent, possessing high skills and qualities, and may be instrumental in applying organizational changes. Organizations that hire retired military officers may benefit from the highly skilled people, typically characterized by strong personal integrity. A further message to organizations is this: effective organizational support mechanisms need to be in place, including the career practice of preparation for leaving the organization. Promoting the employability of their high grade managers would yield long-term bonds with employees at all levels. By doing it right, the organization ensures that executives who leave will play a positive role as 'ambassadors', helping with good networking for the organization and for future generations of organizational members.
Limitations
As a new addition to the career literature, this research also has limitations that need to be acknowledged and addressed in future studies. The research design is based on selfreport and thus might be subject to common-method bias. Furthermore, the study was conducted only on a specific population of retirees from different defense bodies, which may limit the external validity of our results. Following Podsakoff and Organ 101 , we conducted a factor analysis, which showed that the model has no dominant factor (five factors were acquired in the analysis) and thus less sensitive to such bias. In addition, the study was conducted in a single country -Israel. It should be mentioned that Israel may be considered as a 'Maduradam' (microcosm) for studies representing the wider Western society. 102 Finally, the response rate of 34% is not high, though it falls within the norm of response rates in academic studies based on mailed surveys. 103 
Notes
The first and second terms for mediation in Baron and Kenny studies requires significant relationship between the dependent and the independent variables and between the mediator and the independent variables. The third requirement for mediation in their studies requires that mediator must effect the dependent variable, and the effect of independent variables on the dependent variable must be less in the equation of the relationship between the independent variables and the dependent variable, than in the regression equation regressing the dependent variable on both the independent variables and the mediator.
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